GOVERNMENT OF THE DISTRICT OF COLUMBIA
PUBLIC EMPLOYEE RELATIONS BOARD

AMERICAN FEDERATION OF
GOVERNMENT EMPLOYEES, LOCAL 383
450 H Street, N.W.

Room 411

Washington, DC 20001

(202) 682-1118,

Complainant

and PERB Case No. &2-V3if¢,
DC DEPARTMENT OF MENTAIL HEALTH,
COMMUNITY SERVICES AGENCY,

35 K Street, N.E., 3™ Floor
Washington, DC 20002

(202) 442-4100,

Respondent.
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UNFAIR OR PRACTICE MPLATNT

Complainant American Federation of Government Employees, Local
383 ("the Union") charges the DC Department of Mental Health,
Community Services Agency ("CSA") with continuing unfair labor
practices, as follows:

1. The Union holds a joint certification as the exclusive
collective bargaining representative of mental health services
bargaining unit employees at CSA.

2, CSA is an agency of the District and is subject to the
jurisdiction of the Public Employee Relations Board in accordance
with D.C. Code § 1-602.1.

3. The Union has a collective bargaining agreement with
which has continued without amendment since September 3¢, 1895, and

which is attached as Attachment A to the filed original of this



complaint.

4, On or about March 14, 2002, representatives of CSA met
with Johnnie Walker, President of the Union, along with
repregsentatives of other unions who represent employees at CSA.

5. At this March 14, 2002, meeting, CSA announced unilateral
changes it was making to mandatory subjects of bargaining
including, but not limited to, employee work hours and ghift
schedules and the use o0f personal and government vehicles to
perform work duties. CSA announced that these changes would become
effective in two (2) weeks.

6. CSA did not give the Union advance notice or the
opportunity to bargain over its unilateral changes prior to the
announcement on March 14".

7. Since March 14, 2002, CSA has failed and refused to
bargain with the Union over matters affecting wages, hours, and
terms and conditions of employment.

8. By the conduct alleged in paragraphs 4-8, CSA has failed
and refused to bargain in good faith in viclation of D.C. Code §§
1-618.4 (a) (1) and (5).

10. The Union is aware of no related or other proceedings

involving matters related to this complaint.

WHEREFORE, the Union asks the PERB to find that CSA's conduct
constitutes an unfair labor practice and order that CSA:
A. Cease and desist from vioclations of D.C. Code §§8 1-618.4

(a) (1) and (5} in the manner alleged or in any like or related



manner and bargain with the Union over the isgssues raised at the
March 14" meeting;

B. Return and/or maintain all wages, hours, and terms and
conditions of employment to or at the status quo until such time as

CSA bargains with the Union;

C. Pay the Union's costs in this matter;
D. Post an appropriate notice to employees; and
E. Degist from or take such affirmative acticon as

effectuates the policies and purpogses of the Comprehensive Merit

Pergsonnel Act of 1978.

Respectfully submitted,

O'DONNELL, SCHWARTZ & ANDERSON, P.C.

paed: 3/28/02 w L“@

Melinda K. Holmes —

1300 L Street, N.W., Suite 1200
Washington, D.C. 20005

(202) 898-1707

Attorneys for the American
Federation of Government Employees,
Local 383



CATE OF SERVICE

I certify that on March 2¥ , 2002, a copy of the foregoing

Unfair Labor Practice Complaint, with attachment, was sexrved by

First Class Mail, postage prepaid, on the following:

DC DEPARTMENT OF MENTAL HEALTH,
COMMUNITY SERVICES AGENCY,

35 K Street, N.E., 3™ Floor
Washington, DC 20002

Mary Leary

DC OFFICE OF COLLECTIVE BARGAINING AND
LABOR RELATIONS

441 4" Street, N.W.

Suite 200 South

Washington, DC 20001

L

Melinda K. Holmes



TROM 1 1193NJIHHCE *AFSCHE 7T PHONE NO. @ 282 737 5994

L g - T May. BS 1993 @7:@5AM P2

COLLECTIVE BARGAINING AGREEMENT

-

BETWEEN

AMERICAN FEDERATION OF STATE, COUNTY, AND MUNICIPAL EMPLOYEES

LOCAL 2409S

AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES

LOCAL 383

DISTRICT OF COLUMBIA DEPARTMENT OF BUMAN SERVICES

COMMISSION ON MENTAL HEALTE SERVICES

Effective Through September 38, 199S -
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This Agreement is entered into this ____ day of ,
1993 between the District of Columbia Government, Department of
Human Services, Commission on Mental Health Services (hereinafter
jointly referred t¢ as the "Employer™) and Local 383, American
Federation of Government Emnpleoyees, AFL-CIO, and Local 2095,
District of Columbia Council 20, American Federation of State,
County and Municipal Enmployees, AFL-CIQ (hereinafter Jolatly
referred to as the "Union"). The parties recognize that the Mayor
of the District of Columbia is the Executive Officer, the Director
cf the Department of Human Services is the respansikle cificial for
day-to-~day operations of the Department of Human Services.
Accordingly, the term “Eaployer" as used herein siall apply
interchangeably to those officials or their authorized cesignees as
the individual provisions of the Agreement may be applicable or as
the authority is established by law.

ARTICLE 1
PARTIES TO THEZ AGREIMENT

Pursuant to authority contained in the D.C. Code, Subchapter
XVIII, labor-Management Relations, this Agreement is made between
the Commission on Mental Hezlth Services, Department of Human
Services, hereinafter called the Employer, and Local 2095,:District
of Columbia Council 20, American Federation of State; ‘County and
Municipal Employees (AFL-CIO) and Local 183, American Federation of
Government Employees (AFL~-CIO), hereinafter jointly referred to as
the Union.

a4

ARTICLE 2
COVERAGE OF AGREEMENT, ACCORD OF RECOGNITION, AND UNIT DEFINITION

Section 1:

This Acreenment’ applies to: All non-prefessional, non-
supervisary employees in the -Comnission. ¢n.Mental Health Services,
Depattment . of .fuman. $ervices,. -excluding management executives,
canfidential employees, supervisors, non-professional employees of
+he Censtruction, Electrical, Mechanical, Preventive Maintenance,
.Garage, and Fabric Care Sections, any enployees engaged in

s . .
- -

" perseonnel werk in cother cthan a purely clsrical <capacizi o
enployees engaged in administering the provisions of D.C. Law 2~
129.
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actian 2:

The Union is the exclusive representative of ‘all employees in
the above-referenced unit and, as such, is entitled to act for all
employees in the unit and is respensible for representing the
interests of all such employees without discriminatiocn and without

regard to union mgnbership.

Section 3:

Issues involving unit definition and its scope may be referred
by either party to the Public Employee Relations Board for
resolution under appropriate procedures. .

ARTICLE 3
MANAGENMENT RIGHTS

Section 1 - Management Rights in Accordance With the Comprehensive
Merit Personnel Act {(CMPA):

D.C. Code Section 1-618.8 of the CMPA establishes managemenc
rights as follows: -

" (a) The respective personnel authorities (management)
shall retain the sole right in accordance with applicable laws
- and rmiles and regulations:

- (1) to direct employees of the'agencies;

{2) to hire, promcte, tfansfer, assign and retain
employees in positions within the agency and to suspend,
demcte, discharge or take other disciplinary action
against employees for cause;

(3) to relieve employees of duties because of lack
of wark or cother legitimate reasons;

(4) to maintain the efficiency of the District
government operations entrusted to them;

(S) to determine the mission of tha agency, its
budget, its organization, the number of amployees and the
nunber, types and grades of positions of employees
assigned to an organizatiecnal unit, work preoject or tour
of duty, and the technoleogy of performing its work; or-
iwg internzl securizv practices; and

(6] to take whatsver actions may be necessary to
¢z2rry out the missicn of the UOistrict government in
emergency situations.
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(b} All patters shall be deemed negotliable except those
that are proscribed py this title....”

Section 2 = Impact of Exercise of Management Rights:

Management rights are not subject to negot:.iations; however, in
the Employer's exercise of such rights, the Unilon may grieve where
there has been an adverse impact upon employees regarding terms and
conditions of employment or a specific violation of a separate
Article of this Agreement.

ARTICLE 4 -
EQUAL EMPLOYWFNT OPPORTUNITY

Sectien 1:

The Employer and Union agree to cooperate in providing equal
eppertunity for all employees; in guarding’ against unplawful.
discrinination because of race, color, religion, sex, age, marital
status, physical handicap, national origin, union memkership or
non-membership, political affiliation, personal appearance, sexual
oriéntation, family responsibilities, matriculation, or as
otherwise provided by 1law; and in promating equal opportunity
through a positive and continuing effort.

Sectiopn 2:

The Employer agrees to vigorously continue the implementation
cf its Equal Employment Opportunity Program as approvaed by the
Director, D.C. Office of Human Rights. For the purpcesa of this
Agreement, the Department's Affirmative Action Plan will be
cbsarved. Progress reports will be sent to the Unicn periedically
as to the implementation of the Affirmative Action Plan.

Section 3:

. (DThe Union shall designate an Affirmative Action Coordinator.
The Department's EEO Officer shall notify the Affirmative Action
Cocrdinateor to attend meetings of the Department's Affirmative
Acticn Counsalors, and be permitted to meet with the Department EEC
officials to discuss implementation of the Affirmacive Action Flan
including Department policies and programs. -

Section 4c

Te promote equal oppertTunity, the Expleyar will czatinuve to
cemducs an affirnmative action program, including an affirmative
acTien wplan formulatsd and ixzplemented in  acccrdance. with
applicable laws and regulations. :

3 -
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Secticon S -

The Employer agress to provide the Union with a reascnable
number of copies of the Affirmative Action Plan. Additiecnally, the
Bmployer will provide a copy of the EEC cemplaint procedure to an.

employee upon his/her request.

Section 6:

The Empleyer and the Union will respect an emplayee’s right teo
file a formal discrimination complaint under the EZ0 Complaint
Processing Procedure. It is understood that prior ts filing such
a complaint, an employee must ‘consult an EFQ Counselor angd follow
the prescribed counseling procedure. Charges of cdiscrimination
shall be considered by the appropriate administrative agency having
jurisdiction ever the matter and shall therefore not be subject tao

the negotiated grievance procedure.

Sectien 7:

An employee may cantact any EEO Counselor at the CMHS on a
potential EZQ complaint. The Employer will publicize the nanes of
these counselors, indicating how they may be contacted.

Section 8:

Final selection and appointment of EEQ Counseloers is a higher-~
level agency management responsibility. However, <the Employer
agrees that the Union has a right to submit names of unit employess
to the Employer for consideration. Further, the Employer agrees to
consider these nominees, using the same criteria as are used for
any other nominees. The Department will notify the Union of those
Union nominees forwarded. The Union will be notified of the nahes
of employaees salected as EEO Counselors.

Secticon 9:

It is understooed that official time for preparatien and
pressntation of a discriminaticn complaint shall be in accordance
with applicable EE0 regulatiaons. Grievances concerning the
application of these provisions shall be considered by the
apprepriaze adainistrative agepcy having jurisdiczion aver the
matter.

Section 1l0:

The Unicon will be provided a copy o©f the most recently
compiled CiES statistical repert cn EZO.
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section 11:

In the event the Employer conducts labor relations training
for EXO Counselors, a representative of each Unicn will ke affoFded
the oppertunity to present the Union's viewpoint en lakor relations
implications of EEO counseling.

ARTICLE 5
RIGHTS OF TMPLOYZZS

Secticon A - Ganeral:

1. All employees shall be treated fairly, equitably and with
respect, -in accordance with District of Columbia laws, rules and .
regulations, including the provisions of this Agreement.

2. Each employeée has the right to bring a work-related xatter
of personal concern to the attention of an appropriate official of
the Derartment and/or the Union, in accordancs with established
policies and procedures, including the grovisicis cI. thl
Agreement. . - .

3. An employee who has brought a work-reslated wmatter of
perscnal concern to the.attention of an appropriate official of the
Employer has a right to a response within seven (7) workdays if
requested by the employee. If the matter is presented in writing,
the response will be in writing.

4. An enmployee'’s -initial peint of contact with the EImployer
orn a work-related matter of personal concern will be his or her
immedizte supervisor. The Employer and the Union agree to
encourage employees t2 bring such matters to the attention of their
immediate supexrvisors. If the immediate superviser is not the
appropriate official, he/she will refer the employese to the
appropriate official.

$S. The Employer and Union agree that Employees shall be free
frem restraint, interference, caercion, or discrimination in the
exercise of their right to organizae and designate representatives
of their own choosing for the purpose of collective bargzining and
the presencation of grievances. '

Sectien B - Clagsification:

1. An employves in the bargaining unit mav discuss/review ﬁis/
her jco classificavion in zeras of =t©itis, sarizs, grade er
description with the appropriate supervisor, who will meet promptly
“ith tha emzlcvee and his/her rarrasentative te discuss the mattar.
Such request may be presented orally to the apprapriats supervisor.

5
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If the matter is not satisfactorily settled at this level, ghe
employee may initiate a classification appeal in acecordance with
the classification appeal procedures in the Personnel Folicy

Manual.

2. The employee may appeal the classification of his/her

position to the Qffice of Employee Appeals as provided in Sections
1102 (c¢) and 111l(c) of the Comprehensive Merit Perscnnel Act,

Section ¢ -~ Job Descriptions:

1. Every employee within the unit will be supplied with a
copy of their official job <escription. .

Upon request, the Union will be supplied with a <copy of each
job description whén needed for a grievance or classification

apreal.

Employees will be informed of any changes in their job
description affecting their positien prior te implementation.

2. Each job description shall specify the major duties and
responsibilities of the positien. When the phrase "other duties as
assigned" is included in a position description, it will not ke
construed to include unrelated duties which are.- resgular and
recurring in nature and which would adversely affect the employee’s
title, grade and series. If the epmployee's title, grade, and
serjes would be adversely affected, the employee will have the
right te grieve such action.

_ Section D -~ Bond and Charitv Drives:

Employee participation in bond and charity drives will be
strictly voluntary. ) .
?

ARTICLE 6
UNION REPRESENTATION

Section 1:

Tne-Union shall be given the cpportunity to ke representec at
formal discussions between the Employer and empleyees or employee
representative concerning the implementation of this contract.

Section 2:

Tne Union may designate up to a total of sixtv~four (&4}
stawards. So that each employee might. have reasonable access to a
steward familiar with the employee's working conditiens, the Union

s
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will attempt to appoint stewards on oteward to repres ent
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employees. The Union will assaign 41 Division. The Union

= -4 :l Stewar . 1
specific areas, normally vithin ?:lk‘zief gtewards whe will be unit

i 5 . p R
ay designate WF e gizi éo)reprasant cartain multi-divisional

i _ :
emp;:yegnfgﬁe:sssinﬂhese assigned areas will normaily (exCepet ==
areas. Emt

F

ranresent their area.

n assistance f{r

1f a steward is not available, the employee will contact an

officer of the Union. The officer will designate a steward to

represent that employee and nccify the supervisors of both the

steward and the emplovee involved.

Secticn 3¢

The Union will supply the Employer, in writing, and maintgin

with the Emplover on a current basis: (a) a complete list of Union

. gfficers, chief stewards and stewards (including the specific title
of each and i the area each steward and chief

.steward is assicned to weprésant) and (b) 2 copy cf the Union's
constitution, by-laws, and statement of cbjectives. Upon rsaceipru

from the Union of the information reguired under this section, the

Employer will distribute the listing of Union officers, chief

stewards and stewards.

Sectiecn 4:

_ The Employer will deal with officers and stewards, désignated
in accerdance wWith Section 3 above, as Union representatives, as
provided for in this Agreemant,

Section 5:

The Union will ‘notify the Employer, in writing, of non-
employee officials of D.C. Council 20 and District 14 who are
authorized to represent the Union in dealings with the Employer.
Such dealings will be through the designated CMHS represantative
who shall make appropriate arrangements for visits to the Emplcyeé(

facilities by D.C. Council 20 or District 14 representatives on
efficial business.

Section &

The provisions of this Article do not preclude th .
] I ‘ s of e Union fro
desxgﬁatlnq othRer individuals as Union representatives. The intin:

af +wkg ;arti%s. howaver, is that the siteward system, augmented
where appropriats by Union oificers and officials, will ha used,
excant on rar2 gccasions. ther individuals must have written

authericazicr Zrom the Unice Sresident or Tice Prasident to act for
r far

the Union on a particular macter. The Empleyer reserves the right

7
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i n
+he Union cancerning their statués. Thi’ e?;%lx-m?l;eli ! 3 of:}i;?::hist?: od:h i
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recognition may only be exercised o e hen exercising e
tegitimate Union designation of an lndivi - €
rzg;t ts deny recognition, the Employer chall immediately contact
the Urion for confirmation of designation.

zo deny recognition to such individua

Sectien 7:

A Gnion representative who desires to leave his or her place

of work for a duty arising from this Agreement pust contact his eor

rer immediate supervisor for permission as far in advance as

practiczl, stating the nature of the matter, the place(s) to be
visited, and a reasonable estimate of the time of return. If the
duty involved contacting an employee, when the employee has
designated the officer or steward in accordance with this
Agreement, the Union representative will contact the immediate
supervisor of such employee and obtain that supervisor's permission
to contact or meet with the employee. If the immediate superviscr .
is not available, permission may be given by the next level
supervisor. Such permission will be given unless the work situation
cr an enargency dictates octherwise; and a confidential place for
ciscussing the matter will be made available upeon request. The
Union representative will report back to his or her supervisor upon
completion of duties arising from this Agreement and return to his
:—ngfi gé.ace ;f b"ark: and will lose no pay or other benefits as a
such absences, ovi i ;
Tesuir ot e provided the total time thus spent is kept

Secticon 8:

The Union acknowledges thaz the Emplover retai i
change the weork shifts of Union represintitivis%all-;iso:;:vee:lg?: ‘;o
agreed that the Employer will not change work shifts sco tfzat ths
effectiveness of the Union will be unfairly impaired. The Emple ee
will notify the Union President in writing, five (S) work dg sy‘r
advance (except, in emergencies, less notice may be given) yan;n
upen request, consult with the Unien prior to effecting chan 1;1
work locations or vorkshifts (cther than changes made as par%eif a

Tegular shift rotation) if s
calendar days. uch changes are expectad to exceed 10

Sgeticn 9: _ .

stewaggge:;{lgorsdwgll introduce hew bargaining unit employees to
formal DiVi:ilg:fl Ylthe'Unlcn_' to reprasent their work areas. When
emDloves Q evel orientations are held for new bargaining unit .’
Aploveas, the Unlon shall have an opportunity to explai nit.
represantacion and raspensibilicies. plain Union
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RRTICLE 7
- CONSOLTATION

Section 132

It is agreed that matters appropriate for ccnsu.ltation hetwean
the parties are policies, regulations, and practices related to
working conditions. The Employer and the Unlen, .througr_x
appropriate representatives, shall meet at reasonable Flmgs anda
consult in good faith with respect to such matters within the
purview of the Department. It is understood that appeals or
grievances of empleoyees shall not be the subject of discussion at-
these meetings, nor shall the meeting be for any other purposes
which medify, adé to, or detract from the provisions of this
Agreement.

~Section 2:

The parties agree to establish a Labor-Management Consultation
Committee t¢ discuss different points of wview and exchange
information on working conditiens, terms of employment, matters of
common interest, or other matters which either party believes will
contribute to improvement in the relations between them.

-

Section 3¢

The Labor-Management Consultation Committee will meet monthly,
as needed, provided either party furnishes the other with a written
agenda of the topics to be discussed at least seven (7) calendar
days prior to the meeting. 1In the absenca of such an agenda, no
meeting shall be held, except by mutual agreement. If the parties
deem it necessary to have an emergency meéting, such a meeting may
be scheduled prior to the monthly meeting.

Saction 4:

{
Q/)Tne Labor-Management Consultation Committee will consist of

five '(5) _menbers represaenting the Unien and five (5) members
representing Management. Each party shall designate a
representactive who has authcrity to represant its posiiion. 1=

issues are not resolved at the Labor-Management meeting, the
Expleoyar acgrees = furtish ths Union within fifteen 1S) calandar
days a response to the status of the unresolved agenda ivems.

ha

9
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fifteen (15) day time may be waived by mutua ¢
and the Commission may designate up to five (5) alternates. Fach
party may have other officials who are not employees of the

Commission attend the meeting as needed.

secticn S:

Both the Employer and the Union recognize the importance of
shop stewards and supervisors as Xkey people in maintaining 2
const=uctive lzbor-management relaticonship. The parties agree to
encourage constructive dealings between supervisors and stewards,
to resolve problems and facilitate laber-management communication
ar- the work level, on perscnnel policies and practices and working
conditions. Meetings between individual supervisors and stewards
on matters appropriate for discussion at that level may be arranged
at the reguest of either party. The party requesting the meeting
will specify the patter(s) proposed for discussion. Individual
grievances will not be discussed at such meetings. In the absence
of a designated 'shop steward, the President shazll identify an
appropriate labor representative for these meetings.

Secticon &:

The parties agree that it is desirakle that meetings tzke
place between appropriate labor and management representatives at
the Division/Bureau level to resolve problems and facilitate labor-
managestent communications within the Division/Bureau eon personnel
policies and practices and matters affecting general working
conditions. Such meetings, on matters appropriate for discussien at
the Division/Bureau level, shall be arranged at mutually agreed
upen times at the request of either party. The party requesting
the meeting will specify the matter(s) proposed for discussion.
Individual grievances will not be discusszd at such meetings.

When a Division/Bureau-level labor representative brings a
labor-management problem to. the attention of the appropriate
Division/Bureau official, that official may regquest an extension in
response tc a labor-management issue if additional time is needed.
Reascnable effort will be made to resglve Division/Buresau~level
problems at the Division/Bureau level. Both parties shall document
such efforts before bringing the problem tc the labor-management
consultation meetings.

Section 7:
The Employer will give the Union prior notice when there will
be changes having an impact on terms and conditions of employment

of the ba:gaininq.unit. When prior notice canpet be given, the
Eaployer will notify the Union within 24 20u=s of the occurrance.

10
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Section 8:

When the Employer provides the Union with a decument for
review and compent, the Union may submit its comments, if any,
within 15 calendar days. Any Union request for a meeting on a
document will be made within seven (7} calendar days of receipt af
the document and identify the issues the Union wishes to discuss. - |
The Union may request an extension in response to documents
prasanted by the Emplaoyer if additicnal time is nesdec.

ARROZICLE 8
DNAUTHEORIZED ACTIVITIES

Iz shall be unlawful for any District government employee to
participate in, authorize or ratify a strike against the District.
At no time, however, shall employees be regulred to act as strike-
breakers. : .

The tezm "“strike?, as used herein, «eans any unauthorized
concerted Work STOPPAge SmsstoSsEsin. .

No lockout of employees shall be instituted by the Employer
‘during the term of this Agreement except that the Employer, in a
strike situation, retains the right to cleose down facilities to
provide for the safety of employees, egquipment or the public.

ARTICLE 9
T ANCE LEAVE

A. Annual leave:

1. Aannual leave is a benefit provided by law. Except as
otherwisa provided by this Article, employees shall earn and use
annual leave in eccordance with the provisions of the District of
Coclumbia Gavernment Comprehensive Merit Persennel Act and the
District Persconnel Manual. Employees are entitled to take annual
leave subject to the zpproval of the employee’s supervisor wheo will
not deny such leave for arbkitrary or capriciocus reascns.

The Employer and the Union agree that conflicts between the
needs of the Employer and needs of the empleyees may be minimized'
iZ enmploveas meet their oblication to request annual leave in
a timely wvanner in accordanca with <tThe District perscanel
ragulations, and supervisars meet their responsibility to plan and
efiectively schedule anfual leave for uss kv explovees throughout
the leave year. }

11
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For the purpose of this

Article,A annual leave shall be
categorized as follows: ,

a. Scheduled Leave —- Vacation leave or other annual
leave that is approved before posting or otherwise approved in -
advance of the administrative workweek (Sunday—-Saturday)
during which the leave is to be taken. .

B. Unscheduled lLezve [(Fmerwency Annual Leave) -- Annual
leave for personal purpcses or emergency situa:%oqs that tpe
empleyee could not have planned for, or anticipated, 1in
advance af the administrative workweek, that reguire the
epsoloyee's absence f{rom duty.

2. Scheduled Annual leave:
a. Vacation -- By April 1, except in unusual

circumstancas, leave-approving cofficials will schedule, in
writing, the approved annual leave for a vacation for each
employee based on the written requests that have been received
by March 1 of that year. Supervisors will record the date of
receipt o each reguest. Conflicts in regquests ameng employess
of similar skills and levels of responsibility wicthin a unist
will be resoclved on a first come, first served basis (based on
the date of raceipt of the conflicting requests). In the
event conflicting requests are received on the same date,
length of service will be used as a tie-breaker. Only in
emargency situnations may the leave be changed and in such case
the employee must be notified of the reason(s) for the change
as soon as possible. Employee requests received after March
1 will be considered in light of the needs of the service
(with earlier vacation resgquests receiving prierity); and the
enployee will be given an answver within thirty (30) days.

B. Qther Annual_ Leave -~ Employses requesting annual
leave (scheduled leave) for other. than vacations should

recquest such leave in accordance with the ‘provisions eof this
Article and as far in advance as practicable, Such annual
leave raguests will be considered in light of both the needs
. ef the requesting employee and the needs of the unit.

3. . Unscheduled Annual Leave:

Employees must request leave for emergency situations and
personal purposes as scon as he or she becomes aware of the
emergency situation or determines the needs. The supervisor
wll;‘respch to the request as soon as possible and will give
censliferatisn T the needs of the emploves, 2= well as the
neecs of the unit. Such reguests £or leave will not be denied
fcr axblitrary or capricicus reasons. The enmplovee's
supervisyr may rasguest the reascn fer the anmpual ieave
request, however, if the empldyee elects ndt to divulge tha.

12
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reason for the request, the supervisor will make the decisiocn
_pased on the information available.

4. 2Advance ua eave:

subject to the applicable District personnel regulations,
advance annual leave may ke granted to the extent that such
jeave will accrue to the employee during the remainder of the
current leave year or in the time remaining on his or her
appointment, whichever occurs sooner. |

B. Sick Leave:.

1. Generally -- Sick leave is a benefit provided by law.
Except as otherwise provice< by this Article, enplovess shall earn
and uses sick leave 4in accordance with the provisions of the
District of Columbia Government Comprehensive Merit Fersonnel Act
and the District Personnel Manual. '

Sick leave is a peried of absence with -pay granted employees
in any of the following circumstances:

a. When incapacitated for the periormance c<f duties by
sickness, injury. or pregnancy and confinement or for medical,
dental, or optical examination or treatment; .

b. When a member of the immediate family of an employee
is afflicted with 2 contagious disease and requires the care
and attendance of the employee; oOr :

€. When, through exposure to contagiocus disease, the
presence of the employes at his or her post of duty would
jeopardize the health of ethers. -

The Union and the Employer recognize the insurance value of
sick leave and agree to encourage employees to conserve sick leave
so that it will be available to them when incapacitated for the
performance of duty under the above~stated circumstances.

2. Requesti Sick Lasave:

- Employees unable te report for work for their tour of
duty due to one or acre of the reaseons stazted in Section S.1.
above, will request sick leave {rom the appropriate leave—apnrcviné
official. If the leave-approving official is not on duty, another
efficial with authority to act on requests will be on duty. Sick
.}eave requests;may be made in person on a properly completed SF-71
i2 =he raguesting enplovee is on duty at the time of the reaquest
er by telephcone or other approepriate means i Ine employease is noé
on duty 2% the time of the request. -

13
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a. Employees assigned to shift cperations or activities
directly concerned vwith the treatment or care of patients, and
whe become ill or ctherwise incapacitated pricr to their
scheduled tour of duty shall, if possible, request sick leave
at least an hour before the start of their scheduled tour of

duty.

b. Employees not assigned te shift operations or
activities directly concerned with the treatment or care of
patients, and who become ill or otherwise inca;agitated prier
to their scheduled tour of duty shall, if possible, request
sick leave as soon as practiczble, but net later than one hour
after the start of their scheduled tour of dulv. ;

€. Employees Wwill keep their supervisors informed of the
expected date of their return to duty, provicing as nuch
advance notice as practical of a change in the expected date
. of their return. An employee wvho requests a cartain amount of
sick leave (i.e., eight (8) heours) is expected to call back to
request additiocnal sick leave 1f more is needed. Leave-
approving «afficials (or alternates) will not arbitrarily
rastrict the amount of sick leave granted (i.e., no mors than
eight (8) hours).

4. When an employee requests sick leave, he or she will
indicate the general nature of the incapacitation (or cther
reason for the regquest) and indicate his or her estimated date
of return to duty. If an employee calls in t¢ reguest sick

“leave and is informed that no leave—~approving official (or
alternate) is available to take the c¢all, the employee will
leave a message that he or she is regquesting sick leave,
indicate the general nature of the incapacitatien (or other
reason for the reguest) and indicate his or her estimated date

of return to duty.

3. Granting Sick leave:

a. Accrued sick leave, properly requested and supported
by administratively acceptable evidence, will be granted in the
situations specified in Section B.1l., above. In cases wheres the
nature of the illness is such that an employee did not see a
medical practiticner, a medical certificate may not be reguired if
the employee provides an acceptable explanation.

Generally, medical documentaticon will ke required for
extended absences (i.e., meore than three (3) workdays) and for
shorter periods when the empleves has been advised that such -
evidencz wWlll s ragulred and/cr the sugervisor Ceascnakly dgoubis

the employee's explanation.
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ioyee to a supervisor to

i iven by an enp . .
L. Infermatien gl v treated as confidential

support & grant of sick leave shall be
information.

‘ duty on the advice of
¢. Employees wha are released from : €
the Employee Health Unit <hall not be required to furnish a medical .
cartificate to substantiate sick leave use for the date released

from duty.

4. Advance Sicx Leave:
subject to the applicable District personnel regulaticyns,
an employee who is incapacitated for duty becausa of sarious
illness or cdisability may be advanced sick leave foir up to thirty
(30) days if there is a reasonable expectation that tne.employee
will return to duty. An employee's request for advance sick leave
pust be in writing and must be supported by medical documentation
acceptable to the leave-approving ‘official. The request will be
submitted to the immediate supervisor and forwarded through the
channels to the official authorized to approve the request. The
approving official will consider the request in accordance with the
applicaple District policies and requlations and act an the reguest
in a timely manner.

¢.  Leave Without Pay {LWQP):

1. Subject to the applicakle District personnel regulations,
employees may be granted leave vithout pay. Narmally, the initial
pericd of leave without pay shall not exceed twelve (12) months.

. 2. The retention and accumulation ©f rights, benefits and
privileges by employees who are on leave without pay shall be
subject to the applicable District personnel regulations.

D. Absence Without Yeave (AWQL):

1. Subject to the applicable District perscnnel i
. regulatiens,
employees may be charged absent without leave (AWOL), ggich is a
non-pay status, for any absence from dufy not authorized by a
proper leave-approving authority.

2.  AWOL is charged when employees are absent without
peralssicn cor have not notified their supervisor or provided
satisfactory explanaticn or documentation fer the absence fran
duty. An AWOL charge may be changed later to an appropriate ;_ e
:inljé?raev: h:.f th:‘ ]éaa\;e-apprcving official determines that ge

T as satisfac i 3
.@docu:entatio:—jlly explained the absence or presented

A .“3'. qcc?szgnal una_w{cidable or necessary absence of less than, -/
;..e heur, ;nc..‘ud:.ng Tarcinass, with satisfactory ewxplanation n--f.M/'
e excused without charge te leave or, if the 'circums:éncgé
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be granted annual leave
varrant, the employee may request and £

instead of being charged AWOL. An employee who 1s to be gzgnted
annial leave QY placed in an AWOL statq; for unexcused tardiness
shall be informed of the amount cf ‘tme_ to be charyed bergre
reporting te his/her work lecation (if d;éserept.frniﬁfingttgz

i t ch ed will not exceed e minimum a :

Site . esary oy cence in accordance with

hour) necessary to cover the peried of ab
the %PM. The employese will not be requ;rgd to.report te the work
locatien (if d&ifferent from the reporting site}) or allowed to

' i i i i harged for
erfara wark during any portion of the pericd he/she is c

Ehe absence. Upen arrival tg dulty, an ezployee wha 15 tardy must
immediately report teo his/her leave-approving official eor that

official's designe=e.

E. . Excused Absenceas:

1. Subject to the applicable District personnel regulations,
employees may be granted an excusad absance. -

2. An  excused absence is °~ an absence from duty
administratively authorized without loss of pay and without charge
to leave. An excussd absence is ordinarily authorized on an

individual basis, except where an establishment is closed, or a
group of employees is excused from werk for various purposes.

. Manacing Attendance and Leave:

3. In monitering leave used by employses to assure irs
proper usage, supervisors should review leave records for factors
which may indicate a problem, such as:

a. excessive leave use;

B. zero leave balancas;
pay; €. frequent raquests for short pericds of leave withcut
4

4. pattérn of using leave in small increments i
as it is accrued; as quickly

e. persistent requests for unscheduled leave; and

£. repeatad failure to follow pro ]
. . per proceduras far
requesting leave qr for notifyin the i
unanticipated absences. Yins Supexvisor of

Wnile such factors mav indicarts :
o ile it =5 may indlcata a problem, thera mav alsec W
. - - = _— [=]
:1that;ng SlrcEmstanpes: {For example, a zerc leave balance may
?_Fhe rasult ¢f 2 major illness or surgery.) As indicated belcw
mliigating circumastances are ta be takan into accaunt. ’

-

ls
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2. TEmployees with chronic health preblems or'with personal
circunstances which necessita.te frequent or u:;prgdzctab_le use gf
jeave are encouraged to <Qlscuss sz;ch situations with thelr
supervisor and are expected to comply with rea_snnable docu;!nentatlon
raguirenents. To avoid unnecessary misunderstandings and
difficulties concerning leave usage, an epployee should E_:rlng sug:h
health problems or perschal circumstances to the attention of his
or her supervisor as soon as possibkble.

3. If an employes's leave usage is a problem and the eaployee

has not raised the issue of mitigating circumstances, Rae
supervisor will talk with the empleoyee and attempt to determine

whether there are mitigating cizcumstances. Iz mitic_:at:_ir:-g
circumstances are focund to exist (as a result af e:.t_n_er—}.tne.
employee's or supervisor's initiative), the supervisor w—=< taks

them into consideration in efforts to work with the employee to
resclve the leave problem. .

4. If noe mitigating factors are found to exist, or if
reascnable efforts to work with the employee to resolve the leave
problems are unsuccessful, the supervisor will discu.ss the leave
problem and counsel the exnplovee on leave requilrxements anc
procedures. Such counseling will be documentad. ~

5. after counseling, the empleyee will be given a reasonable
cpportunity (e.g., up to thirty QP days) to improve his or her
attendance record. This opportunity will-be afforded the employee
once in a year, from the date of the initial c¢ounseling session.
If the problem persists or recurs after the counseling and the
epportunity to improve, the supervisor ﬁ‘@“ efer the employee to
the Employee Assistance Program amdfer—placa tha emnlavae-ensleave
resirietien. (This does not preclude earlier referral to the
Fmployee Assistance Programn when warranted.) These actions will be
coammunicataed to the employee in writing. The supervisar will also
inform the enmployee in writing if improvement has been
satisfactory. :

6. A letter of leave restriction is a written communication
to an employe=, placing restrictions on the employee's future use
of leave and stating the requirements the employee must follow in
requesting and obtaining approval of leave. The restrictions
should apply to the type(s) of leave for which there is a problem.
The purpose of the letter is to assist the employes in bringine
about an improvement in his or her attendance rscord. Whila
failure to comply with the restrictions may result in discipline
a letter of leave restriction is not a disciplinary action. ’

. 7. Leave restrictlions shall be impesed for an initial seried
of two (2) months. By the end of the twe-menth paricd, ctha
supervisor will review the erployee's zttendance since the letter

was issued, Zf ths explevas’'s leave usage has baen acogntsble

-

during chat period, the supervisor must notify the employee in

17



ROM : 1199NUMHHCE " T
. CE ' AFSCME PHONE NO. @ 202 737 S994 - May. BS 1935 @7:iS5aM Poy

L

writing that the restrictions have been ;ifted. on the other hand,
if the employee has failed to comply with the restrictions, the
superviscr should consider continuation of the_regtrlctlans for an
additicnal period of twe (2) months and discipline. 1If the
esployee's attendance has improved during the initial two-nonth
peried, but is s+till not satisfactory, the supervisor should
consider extending the leave restrictions for twe (2) months and
deferring the decisicen on discipline. However, leave gestrlctlcns
should not be extended repeatedly without further action. In any
event, the supervisor must notify the employee in writing wken

leave restrictions are extended.

=3 the above pyocT es ;;Hhaaxaéranted,in

excepticnal circumstances.

S% ~ Any copies of a leave restriction letter or extension will
pe safedusrded and made available only to persons whe have an
official need to know. Cepies must not be filed in the employee's
Qfficial Perseonnel Folder. -

G. Onion Business: ]

1. Employees elected to any Union cffice or szlected by the

Unicon to de work which takes them from their employment with the

Employer may at the written reguest of the employee and the Union

be granted a leave of absence without pay. The initial leave of

absgn;e shall not exceed one (l} 'year. Leave of absence for Union

cfficials may be extended for similar peried. No more than one (1)

- empleoyee of the bargaining unit shall be on such leave at the same

tima. Contribution of continued benefits shall ke in accordance
with appropriate regqulations. ) "

2. Attendance at Unicn-sponsored programs will b -
j T -1l be con approved
:muai leave ;rblea:; vithout pay, unless administrative leafre has
een approve y e Office of Labor Relations and Co i
Bargaining. tective

ARTICLE 1@
CIVIC RESPONSIBILITIES

Z. In the event an employee is called £ !
' r . ; 1 LOr court service as a
jurer or witness, the Employer will grant appropriate leave (court
leave, annual leave or leave without pay) or excusas the enplovee
from duty without charge to leave, as is authorized by applicable’

ol grhmew ) e — -~
b - S
wISTTLzT perscnnel regulaztions

involived.

-~ -~ =
L] dy

r the tvoe 32 court sarvice

is
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. 2. If an employee is called for court sarvice, he/she shall
promptly notify the Employer by showing a copy of the court order,
subpoena or summens to his/her leave-approving official and
requesting leave or excused absence and uypon return to duty will
present to his/her leave-approving official a2 signed court service
timecard or other satisfactory written evidence of the time served
en such duties.

3. =mployees scheduled to work on any electicn day who are
eligible to voies in such election shall be granted sufficient time
off to vocte in accordance with applicakle regulations and Ssuch
ermployees shall suffer no deduction in leave or pay for time so

spenty S ap =i Lh Digk=ict
p 3 has :- — - ‘iOnS.
ARTICLE 11
HEOURS OF WORX
Except otherwise provi by this Rrticle, the

orkweek work schedules shall ke in
aceordance with the Visiaons of the District of Colunbia
Government Comprehensive rit Personnel Act (CvPA} and the
District Persennel Manual (DPM .

'estahlishment L)

. A. As a general rule, the regular basic workweek is
established at not more than 40 hours per veek and is camprised of
five, 8-~hour days within the standard administrative workweek,
beginning with Sunday and extending through Saturday. A lunch
period of 30 minutes is provided. -

. Exceptions to this general rule are permitted, and have been
established, pursuant te pravisions of the CMPA and DPM (i.e.,
firafighter scheduling, wvariations in work schedules for
educational purposes, and altermative work schedules). - Such
exceptions must be approved by an official with authority to
authorize exceptions to the general rules. The Union will be given
advance notice (when alternative work schedules are proposed) ang -
shall be given the opportunity to consult.

. 3. Explcyees will report to work, ready %o perfern the
duties of his or her positicn, at the scheduled starting time of
his or her tour of duty. If the designated reparting site differs
from the location where an employee will actually be working, the
employee will ke allowed a reasonable amount of time to proceed
direcrly from the rezeriting site to his or her work lecation.

Tnformation relating to an employee's specific leave record/
sTatus s=2ll net te publicly displayed on tize sheets, check-in

- e Ly - ——

sheats, or work schedules. (This provision does neot apply to those

-
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employees in work units participating in an alternative work
schedule.) The leave status of an employee who is absent on leave,
but whe is not on a scheduled day off, may Pe indicated on publicly
displayed time sheets, check~in sheets, or weork schedules by using
the code "L" to indicate the employee is on leave.

c. Where employees are required to work rotating shifts,
work schedules showing the employee's scheduled workcdays and non-
workdays will be posted by the 1Sth day of the precefing month in
appropriate work locations and the supervisor's office.

1. An employee regquesting a change of shift will submit
a written request to his or her supervisor by the twenty-third

day of the month prior to the posting. The recuest will
include sufficient information for an informed judgment to be
made. _

2- Reguests for a change of shift receivad after the
twenty-third day of the month preceding the posting of the
. woark schedules will be considered by the Employer.

3. Employees who are to Jpe reassigned (i.e.,
nontemporazy lateral assignment teo another unit) or whose
shifts are to change will be notified by the fifth day of the
preceding menth, excapt in some cases (e.¢., reassignments due
to reduction in foree, unavailability of the enmployee to be
notified, need to replace an empleoyee who resigns or otherwise
will not be available as planned, and other circumstances
beyond the contrcl. ef Management) later notification may ke
necessary. Involuntary changes will be made in a fair and
equitable manner, consistent with the nesds of the Employer.

4. In exercising the right to assign employees To tours
of duty, supervisors will give careful consideration.te the

expressed desires of individual employeses.

D. An employee will not be required to work with lass than
ten (10) hours between rotating shifts except with the expressed
consent of the employee or in an overtime situation, S¥F WMEnh
aseid to a = i i i£4. In the regular schedule,
employees will not be regquired teo work more than six (6)
consecutive days, but may do sc with their expressed consent.

E. After schedules are posted, involuntary shift changes
will not normally be made without advance notice. When such a
change is to be made, employees will rormeddy be glven one one-week .-

advanca nctice,

F. Supervisors will allev each employes two {2) scheduled
daily 15-minute rest gerieds, except in critical or emergency
circumstances when a rest period would unduly interrere with
- essential activities of the wark unit. These rest pericds shall be

20
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administered consistent with the provisions of District Pe;sannel
Manual (DPM) Chapter 12. For emp}_ayees whose tours of duty J..IICJ.Ude
a meal pericd, such meal periods will_nct be scheduled during the
first twe or last two hours of their scheduled tours of duty,
except in critical or erergency circumstances. (This dces not
preclude the enployee from reguesting and +the apprepriate

. -

supervisor from approving an exception.)

.- G. The Employer and the Union agree that no employee should
be reguired to use meal time or after duty tine for necessary
persconal clean—up- Accordingly, where personal clean—u? is
required before meals or at the end of the workday, supervisors
will provide adeguate on-the-clock tizme.

E. The Employer retains the right tc schedule emplovess in
accordance with this Article sco that staffing needs will be met.
Vhes—consistent with staffing -peeds—mursingemployees shall be

1. A two-day weekaend off every cother weakené with a
consistent day off (i.e., Tuesday, Wednesday or Thursday)
during the period covered by the schedule; or

2. A three-day weekend off every third weekend; or

3. A three-day weekend evaery other weekend; unless
otherwise requested by the employee(s). .

I. Weekends off rotation for other enmployees who are
similarly situated (i.e., positions eof like grades, duties, etc.)
will be scheduled in & fair and eqguitable manner. o '

ARTICLE 12 |
ADMINTSTRATION OF OVERTIME

Section 1 -~ Distribution:

overtime work shall be equally distributed among employees as
aporopriate. Spacific arrangements for the implementation of this
concept shzall ke agresd to at Union-Management Consultation
Meetincs. Specific emplovee qualifications shall be considerad when
decisions are made on which empleoyees shall be called for emergency
vork. '
Section 2: .

Management will soclicit veolunteers when overtime work is
rzouired. The Esplover will sclicit volunteers {or gvertime in the
following order:

2L
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on duty, in the work unit/work area invalved;

». on duty, in the building; and,
. on duty, elsewhere in the Bureau.

a sufficient number of volunteers who are qualified to
uhctions are not available, overtime work will be
assicned in reverse order of seniority unless a different systenm 1s
vorked out on a work arez basis. Instances of hardship should be
presented to the supervisor and shall be considered on a case-by-

case basis.

In the event
perform the job

ARTICLE 13
SATETY AND HEALTH

Section 1 - Working Conditions:

a. The District shall previda anéd maintain safe and
healthful working conditicns for all employees as reguired by
applicable laws. It is understood that the District may exceed
standards established by requlations consistent with the objectives
set by law. The Emplayer will make every effort to provide and
maintain safe weorking conditions; AFSCME/AFGE will cooperate in
these efforts by encouraging its members to work in a safe manner
and to obey established safety practices and requlations.

B. Matters involving safety and health will be governed bv
‘the D.C. Occupational Safety and Health Plan in accordance with
Subchapter XXI of the Comprehensive Merit Personnel Act (1980, as

amended) .

c. The District shall furnish and maintain each work place
in accordance with standards provided within this Section.

Section 2 - Transportation ef Patients:

The Employer agrees that appropriate measures will be employed
vhen transporting patients. The number and tvpes of chaperones
will depend upon the nuzber and. categery of rasidents kteirg
transported and the nature of the Trip.

Saction 3 - Reporting Unsafe Qonditions:

A. If an exployes cobkserves a condition which he or she
believes to be unsafe, the emplovee should report the condition tao
the immedizte supervisar.

-
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B. If the supervisor and employee agree that a condition
constitutes an immediate hazard te the health and safety of the
amployee, the supervisor shall take immediate precautiens to
protect the employee. .

c. If the supervisor and emplocyee do not agree that a |
condition constitutes an immediate hazard to the health and safety
of the employee, the matter may be immediately referred by the
employee to the next level supervisor or designee. The supexvisor
or designee shall meet as soon as possible with the empleyee and
his or her AFSCME/AFGE representative, and shall make a

determination.

D. Employess shall not be required to operata eguipment that
has been determined by the Employer or the apprupriate D.C. Safety
Officer to be unsafe to use, wvhen by doing so they mlght injure
themselves or others.

Section 4 ~ Medica] Service: On-the-Job Injury:

A. The Distwriect shall mzke first-aid Xkits reascnably
available for use in casa of on-the-job injuries. If aééitional
treatment appears to be necsssary, the District shall arrange
immediately for transpertation tec an appropriate medical facility.

B. The need for additional first-ald Kkits will be an
appropriate issue for Safety Committee determination.
Recommendations of the Safety cOmmlttae will e referred to the
appropriate agency officials.

Section 5 - Safety Devices and Bquipment:

Frotective devices and protective equipment shall be pravided
by the District and shall be used by the designated employees.

Section § - Safety Training:

A The District shall provide safety training to employees
as necessary for performance of their job. Issues invelving safety
training may be presented to the Safety COmmlttee established in
Sectiaon 8. A.

Section 7:

The Employer shall, where apprcprlate, prcvzde tralnlnq
regarding appropriate health guidelines gnvernlng communicable
. diseases.
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gaction 8 « Safety committee:

. A. A Safety . Committee of three (3) representatives frgm
AFSCME/AFGE and three (3) representatives frem the Employer 1s

hereby established. . N

B. One (1) AFSCME/AFGE and cne (1) Employer representative
shall each serve as co-chairpersons of the Ccmmltteer

c. The Safety Committee shall:

L. Meet on a monthly basis, unless mutually agreed
otherwvise. Prior ta a regularly scheduled monthly meeting,
labor and Management must submit their respective agendas to,
each other at least five (5) days in advance;

2. conduct safety surveys, consider.training needs, and
make recommendations to the Commissicner and Departmant Head;

and,

3. Consult with and advise Commissioner and agency
head.

D. Finzl reports from the Commissicner/Department Head (or
designees) shall be provided to the Safety Cocmmittee on all safety
matters initiated by the Committee.

E. Safety Conmittees may be reorganized upen agreement of
bath parties. '

Secticn 9 - Medieal Qualificatien Requirements:

The District agrees to abide by the provisions of Chapter 8,
Sections 848.19% and 848.20 of the D. C. Personnel Regulations as
published in the D. €. Register, Volume 32, April 5, 1985 (32 DCR

1858, 1811).

Section 19 _-~ Licght Duty:

A. - .The District agrees to provide light duty assignments for
ezployees injuzred on the job to the extent that such light duty is
available as follows: ’

1. The employee will submit the reguest te his/her
immediate supervisor as far in advance as practical.

2. The recuest will be supported by necessary and.’
reievanst sedical docuzantation; including the nature ¢f the
disability, the specific medical limitaticons, and the expectad
dusacicr. -
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3. The supervisor will consult with a sjpecialist in the
Fmployee Relations and Services Section, conslder the request,
and respond to the employee as soon as practical.

(a} 1If additional medical documentation is needed,
the superviscor (after consulting with Employee Relations)
will inform the employee, in writing, specifically what
information is required to decide upon the employee's
request.

T (») If the supervisor provides a lignt duty
assignment, the terms and conditions of the assignment
will be documented in writing and the supervisor will -
provide copies to the employee and Emplcyee Relations
Specialist.

™S (c) If the supervisor denies the reguest, the
supervisor will inform the employee and refar the matter,
in writing, to the bDivision level for consideratioen.

~ 4, Upcen receipt of a light duty request referred by a
supervisor, the Division Director (or his/her desicnee) will
consult with the specialist in the Employes Relations ané
Services Section if appropriate, consider the reguest, and
respond to the employee as scon as practical.

Sb {a) If the Division Director or designee provides
a-light duty assignmént, the terms and conditions of the
assignment will be documented in writing and copies wiil
be provided to the employee and the Enployee Relations

Specialist. P“‘“"\‘P’: la.l.ﬁb—-—-ﬁ 2

Ech (B) If the Division Director or designee denies the
request, he or she will inform the employee and refer the
matter, in writing, to the Employee Relations Qfficer for
consideration. ’

ﬁ* “S~. Upon receipt of a light duty request referred by a
Division Director (or designee), the Employee Relations
Cfficer (or designee) will review the matter, consult with
-appropriate Department officials as necessary and coordinate

. consideration of the emplayee for light duty assignments on a
Hospital-wide basis.

(a) If a light duty assignment is provided, the

terms and conditions of the assignment will be documented
in writing, and the employee will be provided a copy.

(BNIf no Dight duty essignment™is_ arrasged, che
employes WL ke infixged and © seled QE\QQﬁivailable
righ<s and kengiiss

o
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Section 11 ~ Pmplovee Health Services:

s. Agreement shall have access to

employee health services provided by the Employer consistent with
the Comprehensive Merit Personnel Act (D.C, Law 2~-139) . Employes
hezlth services shall include such services as provisicens for
emergency diagmnosis and emergency treatment of illness, physiecal’
examination, including, but not limited to, pre-ewployment, fitness
for duty or disability retirement evaluation; treatment of minor
ilinesses; preventive services; health information %o assist
employees to protect, conserve, and improve physical and mental
nealth; -and counseling and appropriate referrals toc the B.C.
consultaticen and Counseling Service.

Section 12 - Staffing:

The parties agree to establish a jeoint labor-management
committee that will discuss procedures related to staffing, when
direct care givers are monitoring certain wards without assistanca.
The committee will consist of a mutually agreed upon facilitatoer,
rembers salected by AFSCME Local 2095, and members selected by the
tnployer. The committes will meet as scon as possikble and present
a report of its findings and recommendations no later than Fiscal
Year 1993. The parties agree that staffing determinations are

.within Management rights,

employees covered by thi

- ARTICLE 14 :
FACILITIES AND SERVICES®

Sectionm 1:

Within each Division ¢ work area, the Emplayer will provide
bulletin boards and labelled containers for Unicn use only, located
in accessible places available to employees, for the pesting and
dis?ributicn of appropriate Union literature, correspondence, and
nocticas. Posting and distributien of Union material will ke
limited ta the space provided and to the non-duty hours of the
ezployees distributing and receiving the waterial. The material
will ‘-be identified.as Union material and will i a 1
datm, ﬁ§te;i§l centzining propaganda against or atiacks- upontan
Agency, individual, or activity of the District government will nat
be posted or distributed.

Section 2: .

The Union and the Employer shall share equally the cost §
- 1] » » - s
printing and distribution of the contract. 4 Y - s
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' gection 3:

The Union will ensure that each employee covered by the
provisions of this Agreement receives a copy. This includes
employees hired subsequent to this Agreement going inteo effect.

Section 4:

Union recuests for use of facilities for meetings shall be
acddressed to "the Emplayar's designated representative, shall
contain the information prescribed by the Enployer, and shall be
submitted as far in advance as practical.

Sectian S5:

The Employer agrees to continue to provide lockers and/or
lounge space: for employees in facilities where they have already
provided them.

ARTICLE 15
IDENTIFICATION DEVICES

The Employer agrees that employees may wear, on their uniform
or other work clothing, while on duty, an unebtrusive membership
pin indicating membership in any labor organization, provided that
such pin is not larger than one and one-~quarter inches in diameter,
bears no campaign propaganda, and the wearing of such pin will
presant no hazard cor potential hazard to the employee or to
Hospital patients.

ARTICLE 16
MERIT PROMOTION PROGRAM

Sectiom 1:

This Article augments the Merit Staffing Plan for all
enployeas in the units coveresd by this Agreemant.

Section 2:

Promotion bulletins announcing positions within the units
which are vacant and are scheduled to be filled under competitive
promoticn procedures wilil ce posted on bulletin doards for at leas:
ten (10) calendar days.  Promotion bulletins will indicate the area
o? csnsicaratisn, dutiss of the pesition, gualifications raguired,
methed of application, and statement of equal opporsunity. Union

27 ' .
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Presidents shall be furnished with copies of all vacancy
announcements, cancellaticns, correctlons or amendments.
Segetion 3:

The area of consideration will ke 1in accordance with the
existing Merit Staffing Plan.

Saection 4:

In accordance with the Merit Staffing Plan, the Employer will
seek to provide persons employed by the Employer with opportunity
for growth and advancement consistent with thelr abjilities and

gqualifications. \: F
Saction S: _ bﬂ&h“*’ ‘
When a' rating pani}’ is convened for positiions in the

bargaining unit the Unlon/may send one cbserver in accordance with
the District's Merit sStaffing Plan,

Section 6:

Unsuccessful applicants . for positicon vagcancies will be
provided information pertaining €o¢ their nonselection, in
accordance with the Merit sStaffing Plan.

Section 7:

. As provided in the District's Merit Staffing Plan,-'grievable
aspects of merit staffing actions include wuse of improper
procedures and use of non-job related selective placement or
ranking factors. Failure to be selected from a group of preperly
ranked and certified candidates is not grievabkle.

Section 8:

The Emplaoyer ‘agrees to provide each local with a copy of the
Merit Staffing Plan.

ARTICLE 17
DISCIPLINE

; Discipline shall be imposed for causz, as provided in the
CAPL

Szcrion 1:

. For the purposes of this Article, discipline-shall include-the
following: ’ :
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' a. Corrective RActions: Written reprimands or
suspensions of thirty (30) days or less;

b. Adverse Actions: Removal, suspension for more than
thirty (30) days; or a reductiocn in rank or grade or pay for

cause. -

Section 2:

As defined in the CMPA, cause for discipline is as follows:

a. Fraud in securing appeintment or falsification of
c;&lc*al records;

b. Incompetancy;

e. Inefficiency;

4. Iﬁexcusable neglect of duty;
e. Insub;rdination;

£. Dishaonesty;

g. - Drunkenness on duty;

h. On-duty use of drugs not prescrihed and/or obtained

illegally;
i. Inexcusable absence wlthout leave,
3. Conviction of a felony. A plea or verdict of

guilty, or a convictien follcwlng a plea of nolc cecntendere,
to a charge of a felony is deemed to be a conviction within
the meaning of cause under this section...;

k. Discourteous treatment of the public, a supervisaer
or other euployee;

1. Inpxoper political activity, except as otherwise
permitted by law or the Constituticn (Hatch Act violations

shall be referred to the Special Counsel of the Merit System
Proteztion Board);

m. Willful discbedience except as authorized by law;

n-. Hisuse, mut;latlon, or destruction of district
FTczarty, pullic records, cr funds; '
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O. Refusal to take and subsc:§be any oath or
affirmation which is required by .law in connection with

enployment;

. other conduct during and ocutside of duty hours that
would affect adversely the employee's or the agency's ability
to perform effectively;

g. Engaging in a strike;

r. Misuse of official position or unlawful coercion of
employee for personal gain or benefit;

s. Lack of derendability;

t. A finding by the Office of Employee Appeals, the
Office or Commissien of Human Rights or a court of competent
jurisdiction in the District of Columbia that the .employee has
engaged’ in wviclation of guarantees in Title 1, Chaptar 6,
Subchapters I and VII, D.C. Code (1981), in the performance of
that employee's official duties; ’

C - . A finding that ' the empleyee has viglated the
provisions of Title 1, Chapter &, Subchapter XIX, or Section
1-616.3, D.C. Code (1981); or

v. Conviction of a misdemeancr, when the conviction is
pased on conduct that would affect adversely the employee's or
the agency's ability to perform effectively. A plea of
guilty, eor a convictien folleowing a plea e¢f nolo contendere, .
to 2 charge of a misdemeancr inveolving the spgecified conduct,
shall constitute prima facie evidence of the elements. of the
misdemesner.

Section 3:

Discipline will be appropriate to the circumstances, and shall
ba primextly corrective, rather than punitive-,in nature. After
discevery of the incident, the investigations =1 be conducted in
a tinely manner and discipline shall be imposed upon the conclusion
of any investigation or the gathering of any required decuments,
cansistent with the principle of progressive discipline and Do C
Qffice of Personnel regulations.

Bection 4:

If a surervisor has reason teo discipline an emplovee, it shall’
be done in a manner that will not emparrass the enployae Rhefore
ether emplovess or the pubic.
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§ecticn ¥
cause O believe that an

there is a reasonable ¢a
emplogﬁf;?is conduct is an im:ned:.'atad t;;:;:tatln t?;ubafi?cgéalzﬁe
or cther employees, or 1s de oL, ! 1,
:I;gizgeeor welfare, an employee against whom adverse  &2%Tish 1S
proposed shall be entitled teo at least thirty (30) days advance

i i fifteen (15) days if
. tten notice of proposed adverse action (qr - ) |
2§;§eztive 2ction is proposed). The notice will identify the

causes and the raasons for the proposed actlon.

section §:

Recognizing that the Union is the exclusive repressantative of
£he employees in the bargaining unit, the Depa;tmgnt.snall Ln_good
faith attempc to notify the Union of proposed disciplinary acticns.
Fach Departsent shall notify the Union of the mnmethod of
notification. Further, the Employer agrees to notify the employee
of his or her right to representation in corrective or adverse
actions. The material upon which the proposed discipline is based
shall be made available to the employee and his/her authorized
recrasentatives for review. The employee or his/her authorized
‘representative Will be enzitled to receive a copy of tTha mazarial
upen written request.

Any ingormaticn tha; cannot be disclosed to the empleyee, his
representative, or physician shall not be used te support the
proposed action.

Sectien 7:

Except in the special circumstances referr i i
akove, .an employee”shall be entitled to at leas:dt:g t?ofeg;lgnts
answver the notice of proposed corrective or adverse ac=ion I% thc
proposed action is removal, the employee shall, upen ;eqﬁest be
granted an copportunity to be heard prior to a final decision &h'e
cpportunity to ke hegrd shall be afforded by a persan aesignaéed ;s
the agency head. This person shall not be in the supervisory chaiz
between the propesing and/or deciding official(s} and shall not be
:;bordinate t? the propesing official. This person shall review
emelaezFloyeecf answer, discuss the proposed action with the®
ragrezestat??Qlor his/her representative and appropriate
d;éiding gfzjéfaszFh% fmplogfr and make a recommendation to the
Jecid prop;;T fno will act upen the recommendation, as ne/she

Section 8:
“he paIscSh prozesing g disciplinary acticn siat® mes ko
de’-’dinu of“.cj.al unl - N = -:nc-.- - ba sn—m—— nlCh— ba the
ciding i eass the proposing afficial 3
or DRIssgzzzas s3I Personnel. PEeE g e 1al is che Bgency head
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Sactien 9

i i ferred to in Section §

in the special circumstances IE -

ab veEx::P:hplcyee aéginst whom a corrective oI adVerse‘:ct}on ::2
be:n %ruposed shall be kept in an active duty status durlng ‘

notice pericd.

sectieon 10:

The parties agree that justice is best sarved vhen all

-l are conducted in a fair and

rs of the disciplinary process .
z;gigugh manner. The parties agree that delays should be aveided

i i1i btain necessary
+hat could impede the emplcyees' ability teo ol e
evidence, gt witnesses or recallect relevant details. Consistent
with D.C. Code §1-617 Adverse Actions and DPM Chapter 18,
disciplinary action will bke commenced within applicable time

limits, as provided in D.C. Ccde §1-617.1.

{(b-1) (1) Except as  provided in paragraph (2) of this
Subsection, no corrective or adverse action shall be commenced

* pursuant to this Section more than forty~five (45) days, not
including Saturdays, Sundays, or legal holidays, after the
date that the Agency knew or should have known of the act or
occurrence allegedly constituting cause, as that term is
defined in Subsection (d) of this Section.

(2} In the event that the act or occurrence allegedly
constituting cause is the subject of an ongoing criminal
investigation, the forty-five (45) day 1limit imposed by
paragraph (1) of this Subsection shall be tolled until the
conclusion of the criminal investigation.

B. In accordance with the DPM, the deciding cofficial shall
issue a written decision within forty-five (45) days from the date
of receipt of the notice of proposedyaction which shall withdraw
the notica of proposed action or sustain the proposed actien in
whole or in part. The forty-five (45) day period for issuing a
:in§l~dac1$1?n.may be extended by agreement of the emplayee and the
deciding official. If the proposed action is sustained in whole or
in part, the written decision shall identify which causes have been
sustained and which have been dismissed, describe whether the
proposed penalty has been sustained or reduced and inform the
employee of his/her right to appeal or grieve the decision, and the
right to be represented. The final decision shall alsoe specify the-
effective date of this action. : -

Section 11:

In any circumstance in which the Em

r _ ployer has reasonable causa
to believe that an emplovea’'s conduct is an immediate hazard to the
gnplqylpg agency, to tnhe enplzyee involved or ather emplovees, er

. 1s detrimental to public health, safety or welfare the Empl&yer may
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| plaée an employee on administrative leave whether or not notice of
propased action has been given to the employee.

Section 12

Notice of final decision, dated and signed by the deciding
official, shall be delivered to the employee on aor before the time
the action is effective. If the employee is not in 2 duty
etatus 2t that time, the notice shall be sent to the employee's
1ast known address by csrtified or registered mail. .

Section 13:

Except as provided in Section 14 of this Article, enployees
may grieve actions through the negotiated grievance procedure, or
appeal to the Office of Employee Appeals (OEA) in accordance with
OEA regulations but not both. Once the employee has selected the
review procedure that choice shall be the exclusive method of

review.

Section 14:

The removal of an employee during his or her prcktationary
period is neither grievable nor appealable and shall be done in
accordance with the DPM.

-Sectjan 1s5:

If a final decisjon is grieved through the negotiated
grievance procedure a written grievance shall be filed with the
deciding official within fifteen (15) workdays after the effectfive
date of the action.

Sectjon 16:

In appropriate cases, consideration shall be given to
correcting the problem through the D.C. Consultation and Counsaling
Servica. When the District implements a new employee assistance

pregram, this shall take the place of the D.C. Consultation and
Coungeling Service.

Section 17+

- Whenever an employee is questioned by a supervisor ﬁ#th
respect To a matter for which a disciplinary action is intanaaa
against the employee, the employee may, upon requast, consult with
a4 Union official or other representative. Upon such request, the
sugesvisor will stop the questioning until the employee can caﬁsult
with such representacive, but in no event will such questicnirs e
qflayed Eeyond the end of the employee's following shift. When and
I guesllioning ls resuled, an enployee mav have a Unicon official or
gther representative present.

«

33



ARTICLE 18
PERSONNEL_FILES

Section 1 — Officia) Piles:

The Employer shall maintain the official f£iles of all
perscnnel in all units covered by this Agreement in the Personnel
Divisicn.

section 2 - Right to Examine:

}
Each emplovee. shall have the right to examine the contents of-
his/her personnel files. Employees shall schedule such reviews.

with their immediate superviser and appropriate Personnel author;ty
within a reasonable period of tlme 05@&“5

-

Section 3 ~ Right +o Respond:

Fach employee shall have the right to answer any material
filed in his/her personnel file and his/her answer shall be
attached to the material to which it relates.

Section 4 - Richt to Copy:

An employee may copy any material in his/her persconnel file.

Saction S ~ Access by Unian:

Upon presentatlon of written authorization by an employee,-the
Union rePresentathe may examine the employee's personnel file and
make copies of material.

Sectien 6 - Emplovee tg Recgiva_ggﬂiﬁs:

The employee shall receive a copy of all material in his/her
folder in accordance with present personnel practices.

PP

Section 7 - Rcgsss by Othexrs:

The Employer shall inform the employee of all requests eutside.

£ mermal for information akout him/hex or from his/her

personnel folder. The access card signed by all those who haves

requestaed and been given access to the employee's file shall be
available for raview by the employee.
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ARTICLE 12
RIEVANCE BROCEDURE

gection 1 - pefinitiecn:

A. Any grievance or dispute which may arise between the
parties invelving the application, meaning or J.n_terprgatat:.aq of
this Agreement, chal]l be settled as described in this Article
unless otherwise agreed ta by the parties. -

B. At any step of the grievance procedure, a drievance
meeting mey be held at the recuest of either party.

c. Work cavs shall be defined as Monday through Fricay
(excluding holidays).

Section 2 - Procedure:

This procecdure is designed to eqable the parties to, sattle
grievances at the lowest possiple administrative level. Thergfora:a_,
grievances should be filed at the lowest level where resolut;on is
pessible. Accerdingly, 2 grisvance may be f£iled al The ster in the

grievancs procedure where the alleged action which precipitated the
grievance occurread.

sten 1. The employee and/or the Union shall take up the
grievance or dispute with the employee'’s immediate supervisor
-within fifteen (15) working days from the date of the occurrence or
when the employee first had knowledge of or should have known of
the eccurrence. The superviscr shall attempt to ad3just the matter
and shall respond to the Steward within fifteen (15) working days
after the receipt of the grievance.

Step 2. If the grievance has not been settled, it shall ke
presented in writing by the employee and/or the Union to the second
level supervisor (Division Chief or designee) within ten (10)
working days after the Step 1 response is due or received,
whichever. is socner. The second level supervisor shall respend in
wvriting (with a.copy to the Local Prasident) within ten (10}
working days arfter recelipt of the written grievance. The written
grievance shall be clearly identified as a .grievance submitted

22 unc‘.e; the provisions of this Article, and shall list the contract
. Brovision(s).viclatedy a ganeral cescription of the incident giving
rise te the grievance, the date or approximate date and location of

the violation and the remedy sought.

. Step 3. If the grievance is still unresolved, it shall be
prasanted in wrizing By ha exployaze and/or Uhion tc the third
leve; supervisor ({(Administrator or designee) within ten (10)
werking days after the Stap 2 responsea is due or received,

whichever is sconer. The thisi lavel suparvisor shall respond ir

[g a1
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writing (with a copy to the Local President} within ten (10)
vorking days after receipt of the written grievanca.

‘§teg 4. If the grievance is still unresclved, it shall be .
presented by the employee and/or the Union to the Office of the
pirector oxr his/her designated representative, in writing within
fifteen (15) working days after the Step 3 response 1S due or
received, whichever is socner. The Office of the Director, ar his/
her designated representative shall respond in writing (with a copy
ta the Local President) within fifteen (15) working days after the
receipt of the written grievance.

Step S. If the grievance is still unresolved, the Union may,
by written notice, regquest arbitration uithin.tventy (20) days
after the reply at Step 4 is due or received, whichever is sooner.

Sectien 3 -~ Unicn Participation:

A. The Emplover shall notify the Unioen in. writing of all
grievances filed by the employees, all grievance hearings and
determinations when such employees present orievances without the
Union. The Unien shall have the right to have a representative
present at any grievance hearing and shall be given forty-eight
(48) hours notice of all grievance hearings.

B. Any grievance of a general nature affecting a large group

of  employees and which «concerns the misinterpretation,

© misapplication, viclation or failure to comply with the provisions

of the Agreement shall be filed at the option of the Union at the

Step or level of supervisicn where the grievance originatas without
resorting to previous steps. )

Section 4 = Who May Grieve:

Either an employee or the Union may raise a grievance, and if
raised by the employee, the Union may asscociate itself therewith at
any time if the enployee sc desires. Whenever the Union shall
raise or is assoclated with a grievance under this procedure, such
a grievance shall become the Union's grievance with the Employer.
If raised by the Unioen, the employee may not thereafter raise the
grievance him/herself, and if raised by the ewployee, he/she nay
not -thereaiter cause the Union to raise the same grievance-
independently. '

Secticn 5 = Selection of the Arbitrater:

The arbitratien proceeding shall be conducted by an arbitrator-
to be selected by tha Zaployer and the Unicn as socn as pessible
after notics of intent to arbitrate is received. If the parties
fail to szlect 2n arbitrztar, the Federal Mediatien and
Conciliation Service {FMCS) or the American Arbitracion Associatien
(AAd) shall be requested to provide a list of seven (7) arbitratcrs
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which an arbitrator shall be selected within seven days after
iﬁ?:ipﬁl of the 1list by both parties. Both the Employer and the
Unien may strike three (3) names from the list using the alternate
strike method.. The party reguesting arbitration shall strike the
first name. The arbitratien hearing shall be conducted pursuant to
the American Arbitration Association guidelines unless modified by

this Agreement.

sescrion 6 - Decision of the Arbitrator:

The decision of the arbitrator shall be final and binding an
the parties and shall not be inconsistent with the terms of this
Agreement. The arbitrator shall be requested to render his/ner
decisien in writing within thirty (30) days after the conclusion of
the arbitration hearing.

Section 7 =~ Expenses of the Arbitrater:

Expenses for the arbitrator’s servicas and the proceeding
shall be borne egually by the Employer and the Unicon. However:,
each party shall be responsible for compensating its own
representatives and witnesses. If either party deslirzss a recsrd of
rhe arbitration proceedings, it may cause such a recording to be
made, providing it pays for the record and makes copies available
without charge to the eother party and the arbitratot. ‘

Section 8 - Time Off for Grievance Hearings:

The Empleoyee, Union Stewvard and/or Union representative shall,
upon request, be permitted to meet and discuss grievances. with
designated management officials at each step of the grievance
procedure wishim-the Tike spocified consistent with Article £ on
Unien Stewards. 7

’ - - N
Section 9 - Time Limits:

A1l time limits set forth in this Article may be extended by
mutual consent, but if not so extended, must ke strictly observed.
If the matter in dispute is not resolved wvithin the time peried
provided for in any step, the next step may be invoked. However,
if a party fails te pursue any step within the time limit, then
he/she shall have no further right to continue the grievance.

gection 10 - outside Issues:

Matters not within the jurisdiction of the DRepartment agency

. will not be processed as a grievance under this Article, unless the

matzes i1z syacifically included inm another pravisien ef this
Agreement or the Compensation Agreement.
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ARTICLE 2¢
UNTION SECURITY

Section 1:

The terms and conditions of this Agreement shall apply to all
employees in the bargalnlng unit without regard to Unian

membership.

Sectien 2 - Dues: Checkoff:

The' Employer agrses to deduct Union dues bi-veekly from the
pay of employee members upon praoper authorization. The employes
must complete and sign Form 277 to authorize the wlhhholdlng. The
amount to be deducted shall be certified to the Employer in writing
by the apprcprlate official of ﬁ%str:e%“tmvre&%azéﬁr t is the

_ respcn51b111ty of the employee and the Union to bring errors or
changes in status to the attention of the Employer. Corrections or

. changes will be made at the earliest gopportunity after notification
is received, but in no case will changes be made retrsactively.
Union dues withhelding authorization may be cancelled upon written
notification to the Union and the Employer within the thizxty (30)
day period prior to the anniversary date of this Agreement. When
Unicon dues are cancélled, the Employer shall withhold a service fee
in accordance with Section 3 of this Article., -

§gctien 3 = Service Fees:

"In keeping with the principle that employees who benefit by
the Agreement should share in the cost of it5 administration, the
Union shall require that employees who do not pay Union dues shall
pay an amount (not to exceed Union dues) that represents the cost
of negotiaztion and/or representat;cn. Such deductions shall be
allpwed when the Union presents evidence that at least 51% of the
employees in the unit are members of the Unioen.

gaction 4 ~ Cost of Processing:

The Employer shall deduct $.0S5 per deduction (dues or service
fee) per pay pericd from each employee who has dues or sarvice fees
deducted. This amount represents the fair value of the cast to- the
Eaplover for performing the service of payroll deductlon.

Section &5 = Held Rarmless:

.

The Union shall indemnify, defend andéd hold the Empleyer
harmless against any and all claims, demands and other forms of
lianilivy which may ariss frzz the operation ef this Articls. 1In
any case in which a judgment is entered against the Employer as a
resul® of %hes deducticn of duss or other fees, the apcunt held to
re improperly deducted from an employse's pay and actually
transferred to the Union by the Employer shall be returned to the
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Employer or conveyed by the Union to the employee(s), as
appropriate.

Section 6:
Paymeﬁt of dues shall not be a condition of employment.

ARTICLE 21
TRAINING AND CAREER LADDER

Section 1 ~ Bagizs Twaiming: : .

Other than skills necessary to qualify for the pesition, the. .
Enployer agqreses to provide each employee with basic training or
orientation for the safe and effective performance of his/her job.
such training shall be provided at the Employer's expensa and, if
possible, Quring the employee's regular workday. If the enployee
is reguired to participate in training ocutside reqgular werk hours,
the explovee will be compenszted at the overtime or compensatory
rate. Continued training shall be within budgetary csnstoaincs.

Section 2 ~ Continued Training Qroortunities: :

The Employer will encourage and assist employees in obtaining
career related trzining and education outside the Department by
cellecting and posting current information available on training
and sducational opportunities. The Employer will inform employeas
of time or expense assistance the Employer may be able to provide. -

Section 2 = Career Ladder:

The parties recognize and endorse the value of employee
training and career ladder programs. Both parties subscribe to the
principles of providing career development opportunities  for
enployees who demonstrate potential for advancement. The
feasibility of upward mebility and training programs for unit
employees shall be a proper subject for labor-management meetings.
The Employer will take positive steps to identify those employees
who desarve faveorable consideration for promotion and this will be
recorcded on the smployee's annual performancs evaluation.

Section 4 ~ FExperience Verificatiens

When an instituticn of higher learning provides credit for on-
tha-jck exparisnce, the Eaplover will, at the request of the
esplovese, provide pariinenc informaction te verify the exmnlovas's

experience with the District.

as - -
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Secticon 5 -~ Union~Sponsored Career Advancement Programs:

Management and the Union support the objective of meaningful
carear advancenment for District government wprkers in the greas_gf
promoticn, transfers and filling of vacancies. In keeping with
this objective, the Union will investigate and develop programs to
enhance opportunities for career advancement, such_as: career
counseling sarvices; placement of career planning resource
materials an-site; correspondence course arrangepents with area
colleges, universities, vocational and technical schools; and .

workshops en resume writing and interview skills.

Frograms that are developed will be presented and discussed
during apprepriata lahor-msanagement committee meetings for raview

and consideration.

ARTICLE 22
MATERNITY AND PATERNITY LEAVE

1. Appropriate maternity leave before and following
childbirth shall be granted at the request of the employee. The
enployee is obligated teo advise her supervisor substantially in
advance of the anticipated lesave date. The lengti of absence is to
be determined by the employee, her doctor, and supervisor on an
individual basis. Maternity leave may be accumulated annual leavs,
sick leave, or leave without pay, and shall be requested and
approved in accordance with existing regulations. Sick leave may
be granted only for the period of incapacitation, however. =

2. A male employee mpay request only annual leave or leave
without pay for purposes of assisting in caring for his minor child
and/ox tha mother of his new-born child while she is incapacitated
for maternity reasons. Approval of leave for this reason shall be
consistent with policies for granting leave in similar situations
and such leave request shall be considered on its own merits. )

ARTICLE 23
RETTREMENT

Section 1:

) The Enplover will provide or arrange for counssling for-
interesied emplcyeses whc arsz of ratirament age.
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Section 2°

The counsaeling will include information. an voluntary
deductions, benefits, insurance, and assistance in preparing the
necessary retirement papers.

ARTICLE 24
EMPLOYEE ASSISTANCE PROGRAM

Saction 17 )

The Employer wWill continue to counsel and make appropriate
referrals to the D.C. Consultation and Counseling Service which
includes counseling and referral services to employees to deal with
a variety of needs and problems such as job performance, ernotional,
family, drug, alcohol, and marital problems.

Section 2:

The parties recognize that alccholism is a treatable illness
‘and that drug abuse is a treatable health problem, and recegnize
the values of ceontinuing effective implementation of the Distric:
Government policy on alcoholism and drug abuse in accordance with
District Personnel regulations.

Section 3:

T™he Empleoyer recognizes the value of Union cooperaticon and
support -for the Empleoyee Assistance Prograr and the need to
maintain open lines of communication on the program with the Union.
The Unicon agrees to suppart the program actively. Meetings betwesn
designated representatives of the Employer and, the 'Union may be
held at the regquest «f either party as the need arises,

§ect;cn 4z

Exployer-Union communications will he consistent with
applicable confidentiality requirements of the program.

Section S5:

The Employer will continue te provide a Coordinator to serve
as a point of contact for employees.

Samtisn €1

Tre enplayer and the Union will cocoperate in increasing the
awaraness of applovess, supervisars, and stewards of tlhe sarvigas
available through the Enployes Assistance Program.
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ARTICLE 25
REDUCTTON FORC

Baction 2:

The Employer agrees to consult in advance with the Union prior
to reaching decisions that might lead ta reduction in force in the
bargaining unit. The Employer further agrees to minimize the
effect of such reduction in force-on employees and to consult with
the Union toward this end.

Section 2:

In the event of a reduction in force, Chapter 24 of the DPM
shall be followed. . )

section 3:

Where there has been a misapplication of the applicable RIF
procedures, an employee may file a grievance either through the
negotiated grievance procedurs or OEA procedures. Once an appezl
procedure has been selected, this shall be the sole pracec-iure
followed. Under no circumstances may an appeal be filed under both

procedures.

ARTICLE 26 -
c— e .. . <ACTING PAY - vn o vr

] Employees da;ailed or assigned to perform the duties of a
higher graded pesition for more than four (4) pay perieds in any
calen@ar year shall receive acting pay «f the higher graded
position. Details for periocds of at least one (1) pay peried shall
count toward the accumulaticn o¢f the four (4) pay periecd
requirement. The applicable rate of pay will be determined by
application of D. €. Government procedures concerning grade and
step placement for tewmporary promctions, and will be effactive the
first pay pericd beginning after the qualifying period has passed.
An employae on detail to a lower graded position shall maintain the
pay for-his/her ariginal positien. Advance notice will be given tm.
the Union of any detail exceeding one (1) pay peried.

This provision-shall not apply ta training prrngrams.
Issues invoiving changec or acdditional duties assignad to an

employee, within his/her present position, shall be considered in

aczordanca with position classification procadures. '
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ARTICLE 27
_ONIFORMS

If and when uniforms are reqﬁirad Ey the Empleoyer, they shall
be furnished by the Employer.

-

ARTICLE 28
CONTRECTING OOT

It is recognized that contracting out of work that is normally
performed by empleoyees covered by this Agreement is of mutual
concern to the Oepartment and the Unien. Declisions regarding
contracting out are areas of discretion of the Department or a
higher authority. However, the Department agrees to consult with
the Union 60 days prior to final action, except in emergencies,
regarding the impact of such contracting out on employees covered
by this Agreement. X

ARTICLE 29
SAVINGS CLAUSE

Should any provision of this Agreement be rendered or declared
invalid by reason of any existing or subsequently enacted-
legislation or by decree of a court or administrative agency of
competent -jurisdiction, such invalidatien shall not affect any
other part or prevision hereof. .- ‘ S LI

In that event, either party shall have the right to demand
negotiations for a substitute provisior.

ARTICLE 30
EXFECTIVE DATE, DURATIO AND AMENDME

Section 1:

%“is Agreement shall be in full force and effect frem the date
of appreval through September 30, 1995.

Section 2:

Thls Agreement constitutes the sole and entire Agreenment
Detween the parvies, who do muctually waive the rich:t o negocisata
cn any further subject quring the life of this Agreement, except by

SUTUal gInsaEnt.
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Section 3:

It is understoad that any .amendments to this Agreement, as
stipulated in- Section 2, require the same approval as the
Agreement. These amendments will terminate at the same time as the

Agqreement.

FOR THE DISTRICT OF COLUMEIA FOR TEE UNION
e L GOVERNMENT | L L N

1 - -
. P y o,

- IR . v temans . i |
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, APPROVAL 2

This Collective Bargaining Agreement Between the District
of Columbia Government and American Federaticn of State, County,.
and Municipal Enmployees, Local.- 2095, "and American Federation of
Government Employees, Local 383, dated , has
been reviewed in accordance with Section 1715(a) of the District of
Columbia Comprehensive Merit Personnel Act of 1878 (Section 1~

..618.15(a),, D.C. Code, 1881 Edition, Volume 2, 1987 Replacement) and
iz hereby approved this _ - ~--day-of . - .

1993.

- Sharon Pratt Relly
HayeXx

R LI N " .

- TN e e e e, b e —— -
b —auwery, .y,
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ADDENDUM

The folleowing provisions are for informational purposes only
and vere not negotiated. ) :

A. annual Leave: Employees shall earn annual leave from the ddte
of hire if the appointment is for ninety (90) days or longer.
Fmployees shall be eligible to take vacation (annual leave) as of
the first day of employment 1f the appointment is for ninety ($0)

days or longer.

3. Annual leave mav be accrued; however, no more than
thirty (30) days annual leave may be carried forward into the
nextr leave year unless any of the follewing conditions are

met: '
a. Te correct an administrative error. .

b. When annual leave was scheduled in advance but
its use denied because of exigencies of public business.

c. %wnen the z2nnual leave was scheduled in advance
but its use was precluded because of illness or injury,

If, at the end of any leave year, an employee has annual leave

in excess of the normal permissible annual leave carryover because
of ene or more of the above reasons, he shall not forfeit the
excess. All restored annual leave must be taken within twe (2)
years from the date of restoratien. It is understood that all
decisiens relating to this matter are within the authority of the
Director, Department of Budget and Finance.
B. Funeral Leave. In the aevent of a death in the immediate
family (parent, sister, brother, spouse, child, mether-in-law,
sister-in-law, brother-in-law, secn-in-law, or daughter-in-law) of
any employee every effort will be made to grant annual leave.

C. Military Furlough. An empleoyee who enlists or is ordered to
active duty in the Armed Forces can claim restoration rights within
ninety (90) days of release from active duty under honorable
conditions.

The Depart=ent snall res-ore an eligible ‘employee as scoon as
possible after he/she applies, but in any case he/sihie shall be
restored within thirty (30) days after the Department receives his/
her application.

b. Aprital fLeave — Js=sc=mutation,  annuzl laave will ba earned as
s}

bR e
follows (baszd cn full-time employment in a pay statu

[

1. . Less than chraa yezrs service - four hours sach pay
pericd;. .
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2. More than three years service, but less than fifteen
years of service =~ six hours each pay period; and

3. More than fiftaen years servics - eight hours each -

pay pericd.
¥, Sick Leave.

1. Employees shall start to earn sick leave from their date

of”hire, at the rate cf one-half day each bi-weekly pay period, and -

shall accumulate sick leave as long as they are in the service of
the Fomployer. T
2. Employees shall be credited for unused sick leave by

having such leave for employees wha terminate employment other than
by retirement shall remain to his/her credit for three years.

F. Funeral Teave. Funeral leave not to exceed three (3) work
days shall be granted te¢ an employee in connection with the funeral
of, or memorial services for his/her immediate relative who dies as
a result of wounds, disease, or injury incurred while serving as a
pember of the Armed Forces in a combat zone, in accordance with
Section .1203(n) of the Comprehensive Merit Personnel Act. ‘

G. Holidays. The District of Columbia Government Comprehensive
Merit Personnel Aact and the District perscnnel regulations

prescribe the procedures for legal public holidays for employees of
the District government. . NE

i. As stipulated in D.C. Ccde, Section 1—613.2(a);(1987
Repl.), the following days are legal public holidays for
émployees of the District government:

a. New Years Day, January 1;

~ B.  Dr. Martin Luther King, Jr.'s Birthday, the
third Monday in January; .

c. Washington's Birthday, the third Hoﬁaay' in
February; .

q. Memorial Day, the. last Monday in May;

e. Independence Day, July 4;

L. Tabor Day, %ihe first Monday in September;
g. Columbus Day, the second Monday in Octobar;
%. Yetarans' Day, lcvanber il;

i. Thanksgiving Day, the fourth Thursday in
Novenber; and

- - e ] + —
J - Cchr.sTmas 2ay, Deagazber

May. B85 19399 B87:31AM PS1
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"7 aAs stipulated in D.C. Code, Section 1-613(c), January 20 of
each fourth year starting in 1981, Inauguration Day is a legal
public heliday for the purpose of pay and leave for all employees
scheduled to work on that day. When January 20 of any fourth ‘year
falls on a Sunday, the next succeeding day selected for the public
cbservance of the inauguration of the President is 2 legal public .

boliday.

2. Subject %o the applicable District personnel
regulations, when 2 holicday falls on one of the employes's
regularly scheduled workdays in his or her basic workweex,
that workday is the employee's holiday. When a holiday falls
on one of the employee's regular days off, the emploves's
holiday will be either the last preceding workday or the first
succeeding workday te the regular day off, as prescribped in
the District Personnel Mznual.

V3. It is the policy of the Employer to assign holiday
wark to -employees only when such work is necessary for the
protection of life or property, security, or health, is in the
interest of the general public, is to meet an emergency in
which the interest.of the Government reguires the completion
of a particular job without delay, or is necessary in
providing necessary power, heat and maintenance.

4, The Employer will not change work schedules for the
sole purpose of providing an employee with holiday pay or
denying an employee holiday pay he or she would have received
but for the change in work schedules.

H. Probatiopary Emplavees. A probationary employee may appeal a
termination in acceordance with the District of Colunmbia MHuman

Rights Act.
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PISTRICT OF COLUMNBIA INTEGRITY STANLARDS .

of these rights under Chaptef 18 of the CQFA
there shall be no coercion, harassment,
inst employees acting in good faith.

In the exercise
and District regulations,
or retaliatory action taken aga
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e HTVORANDOM OF UNDERSTANDING

The - District . ¢f <Columbia Govermment and the American
Federation of State, County and Municipal Employees, Lacal 20953,
agree to the following: .

i. The parties agree that the certified Non-Licensed

Medicine @Givers shall be eligible” to receive a certification

allewance of S500 fer FY 1891; $800 in FY 1922; and $%00 in FY
1993. such allowance will be paid te those employess who are

certified and who are required/directed to dispense medicatien.
Payments to such employees will be made in the following way:

a. FY 19%1: S$S500 lump-sum payment no later than the
first pay pericé that begins on or after January 1, 1992.

L. FY 1952: $400 increments effective the first pay
period that begins on or after January 1, 1532 and April 1,
- 1992‘ *

c. FY 1993: $450 increments effective the first pay
‘period that begins on or after November 1, 18¢2 and April 1,
1393. ’

2. A joint reguest will be submitted to the D.C. OFfice of
Fersonnel no later than May, 1993, to conduct a survey of the
certified Non-Licensed Medicine Givers to detarmine whether a
reclassification and an additional grade is warranted.

3. bﬁéing the remainder of FY 1993, the parties “further

agree to pursue treining oppertunities for these classification
consistent with objectives cutlined in Section 2 above.

Agzeed to this day of _. 1993 by the
following authorized representatives of the parties.

FOR TEE DISTRICT QOF COLYMBIA
GOVERNMENT FOR _THE UNION

4
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" ‘ MEMORANDUM OF UNDERSTANDING

CHILD CARE CENTERS

The parties agree to explore the establishment of child care
facilities for the CMEs (SEH) campus and satellite facilities. The
Enployer and the Unien agree to furnish a Jointly chaired committae
of three (3) —representatives -from ‘laber - and three (3)

. representatives from Management. T

o e mam v
— - R

L ———
———

The - committee's purpese shall be 'to study and conduct
necessary research relative to the expeditious.achievement of this.
goal. The committee will study contracts with other agencies:and -
issues, such as location, hours of coperation, staffing and fees.

-
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FOR THE DISTRICT QF COLUMBIA FOR TEE UNION
GOVERNMENT 2 Y
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